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INTRODUCTION 
The has seen "''''''" .. '''' over the past u'V,_aUl'V 
come to the forefront as a very important aspect in For 
and an 
servlce. 
element in reducing 
seen a change in 
been known as a 
and improving customer 
composition of its workforce. 
Logistics 
now many more women the 
A few 
perceived by women 
advancement in 
been conducted to 
men in the field 
and the opportunities 
However, there has never been a survey done to 
advancements that made by women in 
differences 
differences, 
logistics. 
career 
are 
This research uses premier logistics the Council of 
Management, membership as a base sample. It will 
as a benchmark checking the career paths women and its focus 
study will be on the career 
of a long-term database. 
what has made these women 
future successes. 
Council of 
to "serve the 
and disseminating 
for women 
questionnaire will also be 
was the 
find out 
this field hopefully, will help 
is a not-for-profit I,," .. ,,<on 
profession by 
!".J.O'''.L,-,O knowledge (CLM, 1998)." 
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as defined by CLM, is "the part of the supply chain process that plans, 
implements, and controls the efficient, effective flow and storage of goods, 
services, and related information from the point of origin to the point of 
consumption to meet customers' requirements (CLM, 1998)." 
LITERATURE REVIEW 
Introduction 
The sections that follow include profiles, work environment, changing 
environment of logistics, and the increasing diversification of the work force. 
Profiles provides information on the increasing number of women in the work 
force and how their role in society has changed since the 1940s. The section 
entitled Work Environment discusses how the position women now hold in 
business and the challenges that they face. Information about how the 
logistics field has changed and is changing is provided in the next section. 
The last section reviews the diversification in the workforce and how it has 
effected business and how it may be beneficial to an organization. 
Profiles 
The increasing number of women in the work force has been a growing 
focus of discussion and research over the past several years. The woman's 
place in the labor force first became a topic of discussion in the late 1940's, 
during World War II, when many women had to obtain jobs. Since that time, 
the percentage of women in the work force has increased from 26% in 1940 
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(Ferber and Lowry, 1977) to 46% in 1994 (U.S. Bureau of Labor Statistics, 
1995). This influx of women has raised various issues of concern and has 
brought about a change in the way women are perceived in society. 
Although women may have started working out of necessity, and some 
still do work for this same reason, many now work for extra income or for 
self-fulfillment. In 1975, it was very important for the 13% of women who 
were the heads of their families to work (Lazer and Smallwood, 1977). 
Women now work not only to meet this same need, but also to support 
themselves and to raise the comfort level at which their families live. The 
perception of the working woman is changing as well. Before, if a wife 
worked, the husband was seen as an inadequate provider for his family 
and/or the wife was seen to be neglecting her responsibilities as a mother and 
a wife (Lazer and Smallwood, 1977). Anymore the woman who stays at home 
to take care of the house and raise the children is seen as lazy. However, 
there is the discrepancy of those who argue that the morality and values of 
the younger generation are dropping because the mother is no longer staying 
at home. Is this a lose/lose situation? 
Work Environment 
Another question that has become of great importance is the role that 
women play in the organization. Changes brought about by the women's 
liberation movement and the Equal Opportunity Employment Act have 
enabled women to enter industries and positions that were before barred to 
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them. This has developed a more level playing field between the sexes, but 
there still appears to be some discrepancies in equality. Women typically still 
earn a lower salary than men do and there are very few women in high-
ranking positions within firms. 
In 1990, Fortune magazine reported that of 4,012 of the highest paid 
officers and directors within 799 public companies only nineteen were 
women. This was less than one-half percent (Fierman, 1990). The magazine 
looked further down the ranks to find out if the number of women coming up 
in the company was higher. The numbers were only slightly better being 
reported at 5% of 9,293 people 
A rising debate focuses on the increase of women into traditionally 
male dominant fields. From the 1970s to the present, there has been an 
increase in the number of women entering the field of industrial sales. In 
1970, women only made up 6.6 percent of the total U.S. industrial sales force. 
This percentage had grown to 23 percent by 1990 (Schul and Wren, 1992). 
The change in the composition of the labor force, legislation, job 
requirements, and educational achievements by women have all contributed 
to this movement (Schul and Wren, 1992). 
The Changing Environment of Logistics 
Another field that has been predominantly male, but has been growing 
increasingly more diversified, is the field of logistics. With women being 
relative newcomers, it stands to reason that their demographics will differ 
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from that of their 
managers tend to be 
that most of 
Many surveys .LB''''.L''« 
the male managers. Rae 
the ages of 31-40, 
Approximately 50 
(Lynagh,Murphy,and 
women were 
were between 
were under 
women 
the men 
women 
This would 
support the idea women less experience 
reason to why men more often hold top management 
women usually hold line supervisor positions 
One of discrepancies in opinion haf·urc.a 
on that are available to women 
women there are fewer 
men are 
reason 
(Lynagh, Murphy, 
middle and top management 
because women have 
Murphy, and Poist, 1996). 
a 
positions and 
1995). 
men and women centers 
logistics field. The 
and that greater 
example, more 
believe the 
and less experience 
have shown that 
difference in the education 
least a baccalaureate 
of men and women, with 91 
percent having achieved a 
(Andre, 1995). 
~~~~".1 is another area that 
between men and women. 
controversy over whether 
been seen that 
V.L'-'.L<.U.LU performing the same job as female logisticians 
(Lynagh, Murphy, and 1996), Overall salaries have 
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but there still an apparent pay gap ~""<Y~".~ men and women 
(Cooke, A study 1996 showed the salary difference 
. . Improvmg. discrepancy between male and female decreased 
28.4 percent percent, which is a dramatic change. Women 
receiving a rmse their male counter parts achieved this """,,..,,,,,,,<:1 
variation (Robertson, Again it was brought up men 
vVJlUJ..lJ.U.UU a higher due to the fact that they more education and 
more level is also determined by a person's job 
(Robertson, 1996). Management that a elements 
that determine were how educated a is, their 
experIence, gender. Considerations levels include the 
company for which a person works the region the country which one 
located 1995). 
A study by Andre shows how men and women vary in opmlOns 
concerning the of available opportunities. Results indicated that 
14.6 percent women percent men felt that opportunities 
advancement were the same men and women in logistics. Strangely 
enough, more education a respondent had the likely they were to 
that opportunities advancement were equal. However, there 
was no significant LlHUV.U between men women uU'-'-'G.L forty. 
Those over forty had ";,,.p, •. LA.Jl.J....,U,U In with men 
the opportunities were between 
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in the field due 
to out or equalize. Overall, despite 
of starting 
in opinion, both 
men and women levels commitment to 
1995). 
Within an women are more commonly found lower 
or positions. An industry that 
only percent director-level jobs are by women (Melbin, 
increasing number of women in work 
on the arena all US business. 
has a 
1965, women 
impact 
only 
of management and positions. By 1996, they 
40 percent. 
dominance, the ceiling seems 
field. Recently though, women 
inroads the field (Lynagh, Murphy, 
of its traditional male 
more pronounced the 
started to make significant 
Poist, 1996). has 
suggested that women's careers progress differently from that of their male 
counter Progression of and authority said to move more 
slowly. Hopefully, the twenty-first century will a increase of 
women in middle and 
order to move 
items 
positions in logistics. 
the corporate ladder in logistics, there are key 
a good higher of can 
success (Melbin, 1997). 
has seen a steady increase over the 
U..LliU<OJ. of women in 
years 
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Bureau 
computer, 
1995). More women have also been entering 
Secondly, one must have strong analytical, 
u'V'c,J."'.LV.LJ.-.ueLa.Jrl>.U.LF; skills. It is also necessary to have good 
(Melbin, 1997). Other key ingredients are a university degree 
problem solving skills. Success is also 
to problems and being willing to change <;UJ,u.S"." 
Networking skills are another important 
be diplomatic and set priorities 1991). 
The professionals appears to be but 
necessitate flaunting 
1997). 
1".J.<:'''J.,",o field is becoming a 
w hen many others are stagnant. 
opportunities this affords them. They 
may be difficult to work their way up 
male dominant field, but women are 
doing so quickly (Richardson, 1991). 
one 
it 
a 
to earn their way up and are 
OV'l..,,...,,.i-HTi'\ believes that her success 
has been a result of a diverse background, which has given her a broad range 
of ideas for solving 
women in the field comes 
that the nT,,'UYrTl 
do not think that the 
(Richardson, 1997). Acceptance for 
work proving themselves. Some 
are more equal now, but others 
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An of an area logistics has seen a growth in participation 
by women, although some discrimination is perceived, 
1983, women constituted percent 
There a 
of railroad 
jobs for women, 
LUQ,vJ.\J Increase women 
at first saw a lot of 
are found the prloreSSllO 
side 
Most 
or middle 
level. However, women must still nyotnr6 themselves on the job 
0"/echsler, 
Little conducted far field of "",.U;:' V.L,-,,;:. for 
career dealing with the newly diversifying work force (Andre, 1995). 
work force one of the with a more 
challenges for logistics One thing must be with is 
the perceived discrimination still of women. In 
to gender managers the 
support and involvement of top management. instead of taking a 
stance, management to a proactive In 
developing, and advancing qualified women employees. 
In an age where work growing slowly continually 
diversifying, companies to be willing to work with the various of 
the different types of employees. Management to make continuous 
improvements communication and make dialogue a to address 
problems or concerns that could may also help to consider looking 
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for ways to adjust the company to female employees instead of trying to get 
them to fit into the company mold. Some areas companies may want to look 
at are labor quality and gaining a competitive edge in the marketplace. 
Companies may also want to make diversity a performance criterion for all 
managers. Other ideas are to implement diversity training for employees 
and managers and to build diversity into leadership teams (Lynagh, Murphy, 
and Poist, 1996). Companies need to work with this diversifying work force, 
because the number of people entering the workforce is shrinking. Therefore, 
there will be more inter-company competition for the best workers. The field 
of logistics offers favorable opportunities to a diverse workforce and for their 
individual advancement and success (Andre, 1995). 
The Increasing Diversification of the Workforce 
Between 1987 and 2000, 85% of the people entering the work force will be 
women, racial minorities, and immigrants. The changing demographics of 
the workforce has caused researchers to take a look at the limits of corporate 
advancement that has thus far been put on these people. In order to cope 
with this, management must be trained to handle a diverse work force. 
However this training must permeate all lines and have an impact at every 
level including the individual, the group, and the organization. The work 
team will be a key factor for helping to enhance commitment and satisfaction 
while individuals integrate into the company (Andre, 1995). 
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There are three arguments for a diverse force: resource acquisition 
problem-solving The resource creativity 
acquisition argument that, a company a good reputation for 
managing a diverse workforce, then it should be able attract and retain the 
best personnel. It is argued having diverse perspectives, less 
emphasis on conformity to norms, should ", ... r,u", creativity. This the 
creativity argument. The problem-solving argument suggests 
wider range perspectives more thorough 
through a 
the 
in decision-making and problem-solving groups better decisions 
will advantages add up to diversity for 
company (Andre, 1995). 
Managers need be capable of coaching who are different from 
able work with a of people so them. It is necessary for them to 
that they are effective group and inter-group negotiations. A 
done by suggests that .!.llOLHa teams may 
be comprised a group of people. 
The company's flexibility va"".!..!. .• "" to environmental \J.!..HJ.U>,;V should 
by a diverse work "A force that reflects the 
the 
satisfaction (Andre, 1995)." 
In order to attract best and 
more .I. ....... ,.I.",-U into 
of new 
compames professionals will have to make up 
12 
feel as though there is a chance for success if they perform well (Andre, 1995). 
Companies will need to be able to attract the best and brightest, including 
women and minorities (Richardson, 1991). 
Logistics is a changing field and the male dominance is decreasing. Rick 
Anchan, vice president of operations for Menlo Logistics said, "Logistics is 
losing its old-boy trucking-type network and becoming much more of a 
creative and analytical way of doing business." The corporate mindset is 
replacing brawn with brains and the field is widening. This has attracted 
more women to the field . Of twelve candidates interviewed by Menlo, one-
third of them were female. This indicates that the interest is there on the 
side of the women. Anchan said, " We aren't out recruiting females to get 
them out in the marketplace, we are recruiting bright, energetic, creative 
people, and those skills are certainly not male-dominated skills (Melbin, 
1997)." 
METHODOLOGY 
Consists of an explanation of the survey instrument, sample and data 
collection procedures. 
Survey Instrument 
Using several base questions from the Council of Logistics 
Management's (CLM) annual survey of career patterns helped to develop the 
questionnaire used for this research. Other questions, which may be 
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important for women's career development, were added to more specifically 
direct it towards the female members of CLM. 
Sample and Data Collection 
The research methodology includes the use of both primary and 
secondary data. Female members of the Council of Logistics Management 
constituted the sample of the study. The listing of women members was 
obtained in early spring 1997 from CLM. Female members received a mailed 
questionnaire that was designed and mailed during the summer of 1997. 
Accompanying the questionnaire was a cover letter explaining the purpose of 
the survey. A total of 1,054 questionnaires were mailed, of which 14 were 
returned undeliverable. By the specified cut-off date, 118 usable surveys had 
been returned, for a response rate of 11.2 percent. Generalizing the results of 
this survey to other female members of CLM or to women in the general 
practice area of logistics and to other disciplines should be avoided. The 
nature of this study should be considered exploratory. 
Questionnaire respondents represent several different industries as 
illustrated in Figure 1. The most common industries include 
wholesale/retail, food related, and electronics. Each of these industries 
represents at least ten percent of the sample, and combined make up over 40 
percent of the total sample. The firms for which the respondents work 
consist of various sizes, including $12 million, $565 million, $2.1 billion, and 
$5.7 billion (See Figure 2). Therefore, the respondents depict a cross-section 
of industries and firm sizes, as does the CLM membership. Six of the top 
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industry from the CLM general file are in Figure 
3 a full 
which 
profile for the Council of Logistics 
organizations and the' 
of the various 
that make up 
of business 
These 
three categories mentioned above, plus pharmaceuticals, chemical/plastics, 
and It should noted that in 
stated 
category was V.ul.L"',C; 
are listed in 
to provide 
the findings the 
the figures, however, 
for the major response 
results .... "T',,...,. .... ,",, here will serve as a baseline as the IS 
in future 
........ ." •. u'-'u. or mailed to a 
For the year 
consisting of 
survey 
members. 
been e-
a 
mailing has in which surveys were mailed to 
yet returned a survey, as a Thus far, 217 have 
rate of 17.4% 
been realized 
sample each 
willing to be 
indicated 
were returned ....... u.<:;;.u A 
far. To 
study is 
concern of a different 
respondents were a",,,,,::; ..... if they were 
a panel. Ninety-six respondents 
are willing to participate in such a 
1997 survey 
This will allow 
for the of the career women this field. (This 
future to the career progression men lead to a IJV'''OJ.IlJJ.v companson 
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this field to focus on 
know of one that 
accounting for 
conducted.) 
In addition 
the membership 
since 1980. 
Selected (AU, .......... ;, ..... 
Since the c::.C;',LU"::;.L 
judgements were 
on the names 
CLM archives were studied 
participation women 
Aa.Lll~,UC;U in five-year 
was studied for 
in CLM were not tracked 
about whether members were 
V"'~'.LUJL<;; knowledge of the person. 
I do not 
a sense of 
activities 
1995. 
based 
certain names 
that LU.LI::'U" O'n,no,·., considered male or 
used. 
considered. 
on female member 
national officers, pictures were 
of thumb were 
carefully 
decision ....... "' ........ , .... "'. 
RESULTS 
section following 
activity of the 
text will depict the 
demographics, information on 
to aid in 
information on the Council of 
development of the CLM 
of 
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organization. 
including "C;'~IJ~'JL on 
current position, 
opinions of industry, and of the industry. will 
conclude with an of the results. 
Profile of Council of Management 
The Council of Logistics Management seen a In 
membership in 1980 to 1997. During same 
period, the has increased number as well as 
percentage total 1980, women 
constituted 2.1 of the total CLM Figure 4 
this number increased to percent by 1997. 
Overall, of women regional and 
been at a proportion than numbers. 
is supported by 5-7. There are to this in 
there were no female Committee in 1980 or 1985, 
in the most ... "' ......... <>..«:;'" made up over one quarter of 
5). members on committees, 1985 
tha t they are 
the national 
represented. Even approximately 16 
consisted of women. as can 
seen 
7 u ... u .... ...,u. 
6, the De:rcen 
that the number 
remained at or 
roundtable 
a twice the 
4 percent and 1997 11 percent and 17.2 
women participating the annual meeting as 
17 
percent. Figure 
always been at 
1980 at 2 
The 
chairs or 
presenters more closely resembles the percentage of women in the 
organization (Figure 8). 
Survey 
Demographics 
In order to get an idea of the demographic profile of the female logistics 
executive, respondents were asked their age, level of education, marital 
status, and their number of children. Over 50 percent were between 40 and 
50 years of age, but respondents ranged from being in their twenties to being 
over fifty (Figure 9). Respondents were well educated with 48.7 percent 
having an MBA, a different masters degree, or a doctorate as their highest 
degree, 36.5 percent, 7 percent, and 5.2 percent respectively. All other 
respondents had achieved an undergraduate degree or below (See Figure 10). 
Figure 11 indicates that the marital status of the respondents fell into 
two main categories. The largest category represents the 61 percent of the 
respondents that are married. Those who are single (26%), and have never 
been married, constitute the second largest category. Of all who responded, 
52.6 percent of them have children of varying ages. A large percentage of the 
respondents having children (81.5%) were married (See Figure 12). 
Current Position 
The respondents were asked several questions to give a profile for the 
work environment of the female logistics executive. It was first important to 
find out the current job title of the respondents, in order to see which 
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tend to hold upper level .llJ.<.LU<-L",,,, 
were managers (42.2%), 
compames. Figure 13 
positions. The three 
(28.4%), and vice 
1 %) respectively. It was found of the 
are at the head of their 
remember is the premier logistics 
important to 
and that the 
respondents 
professionals. 
possible 
made "' ... s,u ........ vVLUV 
along 
not represent the general population of ",v.l..LA.U"V 
one must not 
responded to this 
logistics field and 
asked what types of 
entailed with positions. Responsibilities varied 
responsibility for functions, advisory responsibility for 
functions, and a The results are recorded 
and show that 32 responsibility, 
responsibility, and responsibility over some 
functions and serve capacity for others. 
The next question were asked dealt with the 
to have 
well 
were 
spent on various activities job. Respondents reported spending an 
average of 55.5 hours per week on 
on average 50.9 nights away from 
job. Female logistics executives 
on business trips, but only one 
these 
spent 
working on a 
15 indicates 
are 
.L.I..L.U.VOIJ half (48.8%) of 
and 51.1 percent 
spent on e-mail and word 
ranges of time spent working on 
evident that the average female executive 
job requirements. 
was another question posed to the 
u ... v ........ \. .. '" bonuses, were divided into four 
16. The salaries were divided 
ranges of salaries for the 
manager. For example, the 
$92,000 to $200,000 from the first 
"' ... " . ..-" ... '" taking an average across all 
are 
the results 
quartiles in 
range 
show the large range of salary across which a may earn. IS 
to consider the varying industries that the 
respondents are from in relation levels. The average salary 
across the whole sample was $92,000. 
Opinions of Logistics Industry 
the In order to find 
toward their pr()le,SSIOn, 
being a logistics ...... ,nT£J"" 
characteristics are ... flY'r. ... ·,.",... 
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logistics executives have 
what they like best and least about 
frequently listed positive 
most commonly 
characteristics that respondents like about 
were 
pace, and challenge that are 
areas of expertise utilized and 
address logistics issues was also a 
lack of understanding 
the firm was what respondents like least. 
being female in a field that 
the variety, 
The 
across 
for the field. 
that logistics 
respondents also 
known as 
a 
negative 
demand; 
and . 
Figure 18 further lists some of the more named 
the industry, including long 
up with constant changes. Many 
..... UV<A ... '-'''' were listed by respondents than 
VU'''-V> .• VV were then what they felt contributed their 
success in the results are indicated 
Included in 
dedication, hard 
u. .... vu'" ... v.u in logistics and operations (14.4%), 
determination (12.8%), and analytical 
(10.2%). Less frequently were the OV"'''vL management skills such as: 
strong interpersonal skills, ability 
and management skills, and good vv.uu..u ... 
helpful for progression in terms 
support and encouragement (13.9%), 
environment (9.3%) as 
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"'"'<.0, .......... the big picture, leadership 
Mentors were also cited as 
.................... ,,'-0 (15.8%), moral 
the 
In relation to the statement "the firm I work for is very supportive in 
providing opportunities for professional development", 74.2 percent of the 
respondents either strongly agreed or agreed (Figure 21). This led into the 
question of what topic of study they would choose if given the opportunity to 
return to school for ninety days. Finance (15.5%) and technology/computer 
information (13.9%) were the two most frequently chosen topics of study. 
Figure 22 lists the other areas of study more commonly noted. 
Industry Future 
The ending questions in the survey asked respondents what they felt 
would be the most critical problems and attitudes for the twenty-first 
century. The female logistics executives mentioned that technology would 
likely be of great influence on the growth and development of corporate 
logistics in the next decade. The second most duly noted factor was the 
changing and global environment, however, some were concerned about being 
able to keep up with the changing logistics environment (Figure 24). Other 
influences for growth and development during the next decade include cost 
reduction and budgets (7.5%), measurable benefits (7.5%), third party 
logistics outsourcing (6.3%), customer expectations (5.7%), and education 
(5.7%), respectively (See Figure 23). 
Pertaining to the overall outlook for logistics as a sound career 91.4% 
of the respondents were very positive (See Figure 25). Only 4.3 percent were 
concerned about logistics not being a better professional career today than it 
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was yesterday. Respondents also had a 
own futures within logistics (Figure 
attitude toward 
that 
of the respondents are satisfied with 
of Logistics Management seen a 
women in both membership and A."""U""'§'-' 
of women, in the total membership, 
11 in 1997, an increase of over 2000 na'rno,'n 
was women participate in national 
III proportion than their membership numbers. At the 
women positions such as, President, Vice 
Program Board of Director, 
Social Chair, ~~'~"' ..... Chair, Newsletter Editor, Seminar Chair, and as 
as many other tJv'""',,,,vuo. 
national CLM 
Advisor, ....... ,"' ......... .., 
Committee, and 
The female 
successful, work long hours, 
Characteristics that the 
are analytical ability, uU'..<C;J. 
several positions at the 
Arrangements Chair, Roundtable 
Committee, Annual Registration 
that responded to the questionnaire are 
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an average salary of $92,000. 
contributed to their success 
picture, flexibility, strong 
interpersonal skills, leadership and management skills, education 
intelligence, dedication, hard and determination. Results 
imply they are young, well educated, married with \JU.<.J.u.J. This 
indicate contrary to some !..Iv.uvJLO it is possible 
career and a family, but it important that 
to this questionnaire are some of the top logisticians 
field. 
Although some !JVJ''''U';''U',O still believe there are a challenges 
field of the sample found their environment to 
be supportive, positive, and vH,tAJ. ... 'vulE.HJLF> One of challenges 
indicated for this field 
though it is not a 
about careers in the 
enormous Even 
were customarily very positive 
profession. 
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Teaching 
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Other 
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Other or No! Applicable 
Figure 4 
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Figure 5 
ClM - Female Members of Executive 
Committee: 1980-1997 
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Figure 6 
ClM - Female Members of Other 
National Committees: 1980-1997* 
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Figure 7 
elM - Female Roundtable Officers: 
1980-1997 
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Figure 8 
ClM - Percent of Female Track Chairs and 
Presenters: 1980-1997 
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Figure 9 
Respondent Distribution by Age 
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Figure 10 
Respondent Education 
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Figure 12 
Marital Status of Respondents with Children 
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Figure 13 
Current Positions of Respondents 
President/C EO/C FO/etc. 
Vice Presiden t/Sen ior 
VP/etc. 
Director 
Manager 
Su pervisor/A n a Iyst/etc. 
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28.40/0 
42.20/0 
8.6% 
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Figure 14 
Primary Responsibilities 
A mixture of direct 
and advisory 
responsibilities 
39% 
of Respondents 
Direct responsibility 
for logistics 
functions 
32% 
Advisory 
responsibility for 
logistics functions 
29% 
Figure 15 
Working Time Spent on 
PC-related Activities 
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Figure 16 
Total Salary (Including Bonus) 
By Title - 1997* 
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Figure 17 
What do you like best about being a 
logistics professional? 
Fast, varied pace, changing, 
variety 
Challenging 
Many different areas of 
expertise 
Other functional 
understand inglinteraction 
Making a difference 
Customer contact 
The chance to teach & train 
& to be taught 
15.7% 
11.2% 
9.0% 
7.9% 
5.6% 
3.9% 
19.10/0 
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Figure 18 
What do you like least about being a 
logistics professional? 
Senior Management 
u nde rstanding 
Male dom inated 
profession 
Long hours 
Stressl Pressurel 
Oem anding 
Hard to keep up with 
constant changes 
16.7% 
5.60/0 
5.6% 
4.6% 
25.9% 
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Figure 19 
What characteristics do you feel have 
contributed most to your success? 
Good education in 
logistics lops. 
Dedication, hard work, 
determination 
Analytical ability 
Strong interpersonal 
skills 
Big picture 
understanding ability 
Leadership, managing 
skills 
Good communication 
6.40/0 
5.3% 
5.9% 
8.6% 
14.4% 
12.8% 
10.2% 
~ 
V.) 
Figure 20 
How did your mentor help you? 
Advice on how to 
handle situations 
Moral support, 
encouragement 
Help dealing with & 
understanding politics 
Offered guidance 
Constructive criticism 
Networking, help "learn 
the ropes" 
15.80/0 
13.9% 
9.3% 
9.3% 
7.40/0 
6.50/0 
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Figure 21 
The firm that I work for is very supportive in 
providing opportunities for professional 
development. 
Strongly agree 29.3% 
Agree 44.9% 
No opinion 6.90/0 
Disagree 15.5% 
Strongly disagree 3.4% 
Figure 22 
If you could return to school for a period of ninety 
days to study a curriculum of· your own choosing, 
what topics would you choose to study? 
+:0-
Ul 
Finance 
Technology, 
computerslinformation 
International Business 
Supply Chain 
Management 
Sales & Marketing 
15.5% 
13.9% 
6.4% 
6.4% 
5.3% 
Figure 23 
What factor will most influence the growth & 
development of the corporate logistics 
function during the next decade? 
Technology 
Changing/global 
env ironm ent 
27.00/0 
14.5% 
-+::. Cost reduction, budgets 7.5% 
01 
Measureable benefits 7.5% 
3PL outsourcing 6.30/0 
Custom er expectations 5.70/0 
Education 5.7% 
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Figure 24 
The opportunities for building a sound 
professional career in logistics are better 
today than ever before. 
Strongly agree 52.10/0 
Agree 39.30/0 
No opinion 4.30/0 
Disagree 4.30/0 
Figure 25 
I am concerned about the time it will take to 
"keep up" with the changes in the 
logistics field. 
-+::>-
00 
Stron g Iy ag ree 
Agree 
No opinion 
Disagree 
Strongly disagree 
12.0% 
48.7% 
8.5% 
26.50/0 
4.3% 
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Figure 26 
I am reasonably certain of my career 
path with my firm over the next 5 years. 
Strongly agree 26.5% 
Agree 35.1 % 
No opinion 12.80/0 
Disagree 17.1% 
Strongly disagree 8.5% 
Ul 
o 
Figure 27 
I am generally satisfied with my 
current position. 
Strongly agree 32.8% 
Agree 42.2% 
No opinion 6.90/0 
Disagree 12.9% 
Strongly disagree 5.2% 
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